













実証的な心理学の分野において、“Past behavior predicts future behavior”









































































開発的な ACは、Developmental Assessment Centerと呼び、DACと略記さ










ACの１０の基本要件（10 essential elements for AC）
International Task Force on Assessment Center Guidelines（２００９）は、AC
を構成するために必要となる基本１０要素を提示している。








































































している（Woehr, 1994; Dierdorff, Surface, & Brown, 2010）。
８）行動（業績）の記録と得点化：評価者は、候補者が示す行動を正確に観察
し記録する必要がある。ここでは、行動基準評定尺度法（Behaviorally An-



































































































edge, Skills, Abilities and Other characteristics＝KSAOs）を評価するための
総合パッケージ（テストバッテリー）と考えられている。さらに発達・育成目
的の ACが優位になりつつある。International Task Force on Assessment
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面接（Interview） ．３７ McDaniel et al., 1994 Meta-anaysis
構造化面接（Structured） ．４４ McDaniel et al., 1994 Meta-anaysis
非構造化面接
（Unstructured）




























す傾向が報告されている（Sackett & Dreher, 1982; Klimoski & Brickner,
1987; Lievens, 2002; 2009）。これは、“Construct−Validity puzzle”と呼ばれ
ている（Sackett & Dreher,1982; Lievens, 2009）。この結果は、ACは構成概
念妥当性に欠ける不適切なアセスメント技法であるということを示唆する。
この問題については現在も様々な角度から議論が行われている。パーソナリ
ティの人間‐状況論争（Michel, 1968）や特性賦活理論（Trait Activation The-








































































Arthur, W., Jr., Day, E. A., McNelly, T. L., & Edens, P. S. (2003). A meta−analysis
of the criterion−related validity of assessment center dimensions. Personnel
Psychology, 56, 125−154.
Bertua, C., Anderson, N. and Salgado, J.F. (2005). The Predictive Validity of Cog-
nitive Ability Tests: A U.K. meta−analysis. Journal of Occupational and Or-
ganizational Psychology, 78, 387−409.
Campbell, D. T., & Fiske, D. W (1959). Convergent and discriminant validation by
the multitrait−multimethod matrix. Psychological Bulletin, 56, 81−105.
２２４ 法政大学キャリアデザイン学部紀要第８号
Hosei University Repository
Dierdorff, E. C., Surface, E. A. & Brown, K. G. (2010). Frame−of−reference train-
ing effectiveness: Effects of goal orientation and self−efficacy on affective, cog-
nitive, skill−based, and transfer outcomes. Journal of Applied Psychology, 95,
1181−1191.
Gatewood, R. D., Field, H. S., & Barrick, M. (2007). Human Resource Selection (6th
ed.). Fort Worth, TX: Harcourt College.
Hermelin, E., Lievens, F. and Robertson, I.T. (2007) The Validity of Assessment
Centres for the Prediction of Supervisory Performance Ratings: A meta−
analysis. International Journal of Selection and Assessment, 15, 405−411.
Hunter, J. E., & Hunter, R. F. (1984). Validity and utility of alternate predictors of
job performance. Psychological Bulletin, 96, 72−98.
International Task Force on Assessment Center Guidelines. (2000). Guidelines
and ethical considerations for assessment center operations. Public Personnel
Management, 29, 315−331.
International Task Force on Assessment Center Guidelines. (2009). Guidelines
and Ethical Considerations for Assessment Center Operations. International
Journal of Selection and Assessment, 17, 243−253.
Klimoski R, Brickner M. (1987). Why do assessment centers work? The puzzle of
assessment center validity, Personnel Psychology, 40, 243−260.
Levy, P. E. (2006). Industrial/organizational psychology: Understanding the work-
place, 3rd edition. New York: Worth Publishers.
Lievens, F. (2002). Trying to understand the different pieces of the construct valid-
ity puzzle of assessment centers: An examination of assessor and assessee ef-
fects. Journal of Applied Psychology, 87, 675−686.
Lievens, F. (2009). Assessment centres: A tale about dimensions, exercises, and
dancing bears. European Journal of Work and Organizational Psychology, 18,
102−121
Lievens, F., Chasteen, C. S., Day, E. A., & Christiansen, N. D. (2006). Large−scale
investigation of the role of trait activation theory for understanding assess-
ment center convergent and discriminant validity. Journal of Applied Psychol-
ogy, 91, 247−258.
Mael, F. A. (1991). A conceptual rationale for the domain and attributes of biodata
アセスメント・センターの概要と心理測定上の課題 ２２５
Hosei University Repository
items. Personnel Psychology, 44, 763−927.
McDaniel, M. A., Whetzel, D. L., Schmidt, F. L. & Maurer, S. D. (1994). The valid-
ity of employment interviews: A comprehensive review and meta−analysis.
Journal of Applied Psychology, 79, 599−616.
McDaniel, M. A., Morgeson, F. P., Finnegan, E. B., Campion, M. A., & Braverman,
E. P. (2001). Use of situational judgment tests to predict job performance: A
clarification of the literature. Journal of Applied Psychology, 80, 730−740.
McHerny JJ, Hough LM, Toquam JL, Hanson MA. (1990). Project A validity re-
sults: The relationship between predictor and criterion domains. Personnel
Psychology, 43, 335−354.
Mischel, W. (1968). Personality assessment. New York: Wiley. 託摩武俊（監訳）
１９９２ パーソナリティの理論－状況主義的アプローチ 誠信書房．
Ones DS, Viswesvaran C, Schmidt FL. (1993). Comprehensive meta−analysis of in-
tegrity test validation: Findings and implications for personnel selection and
theories of job performance. Journal of Applied Psychology, 78, 679−703.
Ouellette, J. A., & Wood, W. (1998). Habit and intention in everyday life: The mul-
tiple processes by which past behavior predicts future behavior. Psychological
Bulletin, 124, 54−74.
Sackett P. R, Dreher G. E. (1982). Constructs and assessment center dimensions:
Some troubling empirical findings. Journal of Applied Psychology, 67, 401−
410.
Salgado, J. F., Anderson, N., Moscoso, S., Bertua, C., & deFruyt, F. (2003). Inter-
national validity generalization of GMA and cognitive abilities: A European
community meta−analysis. Personnel Psychology, 56, 573−606.
Tett, R. P., & Gutterman, H. A. (2000). Situation trait relevance, trait expression,
and cross−situational consistency: Testing a principle of trait activation. Jour-
nal of Research in Personality, 34, 397−423.
Thornton, G. C., III, & Rupp, D. E. (2006). Assessment centers in human resource
management. Mahwah, NJ: Lawrence Erlbaum Associates, Inc.
Tsacoumis, S. (2007). Assessment centers. In D. L. Whetzel and G. R. Wheaton
(Eds.), Applied measurement: Industrial psychology in human resources man-
agement. Mahwah, NJ:Lawrence Erlbaum Publishers.
２２６ 法政大学キャリアデザイン学部紀要第８号
Hosei University Repository
Vinchur, A. J., Schippmann, J. S., Switzer, F. S., III, & Roth, P. L. (1998). A meta−
analytic review of predictors of job performance for salespeople. Journal of Ap-
plied Psychology, 83, 586−597.
Woehr, D. J. (1994). Understanding frame−of−reference training: The impact of





A review of assessment center and its measure-
ment issues
Youichiro HAYASHI
This article reviews concepts and structures of assessment center and dis-
cusses how it can be applicable to the Japanese organization. First of all, I
explain the basic tenets of assessment center from essential elements, types
of simulations and history. Here, it is emphasized that the simulation meth-
ods in assessment center are expected to be reliable and valid tool for future
behaviors among candidates, especially in case that the past behaviors
among them are not available or predictive of the future performance. Sec-
ondly, the issue of construct validity is raised with an eye to the MTMM
(MultiTrait− MultiMethod) matrix and then a couple of ways to handle this
problem are discussed. Finally, I suggest that assessment center methods,
involving simulation exercises, are to be useful selection tools among college
students who generally have no occupational experiences.
２２８
Hosei University Repository
